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そちらの対象者は 52名、 55名、 53名、 59名で、あっ
た。
調査時期意識調査＃1から＃4までのそれぞれは、





69.1 %(#1）、 76.9%(#2）、 77.9%(#3）、 80.2%(#4）で
あったO実態調査はメールでの問い合わせで行われ












































あった（職務遂行： F(11,2727) = 18.21, p < .001, 
mp2 = .0639(95%CI: .04 75-.0827），目標達成：F
(11, 2726) = 10.61, p < .001, 0Jp2二 .0367(95%
er: .0242-.0521）， 積極性：民11,2738) = 9. 70, 
p < .001, mp2 = .0332(95%CI: .0213・.0480),
改善活動：F(11,2104) = 6.26, p < .001, OJp2 二．
0263(95%CI: .0144-.0423）。また、積極性（III)で
調査回の主効果が確認された（F(3,2738) = 3.13, 































意識調査＃1 意識調査＃2 意識調査＃3 意識調査＃4













I I IV 
職務遂行
職場の課題解決にあたっては、上司が自ら解決の為の行動をとった 90 .01 -.06 -.03 
上司より適切な指示や必要な情報が適宜発信されていた 87 .01 00 -.03 
上司より、人材育成を念頭においた指導があった 80 一.01 05 01 
職場での意思決定は迅速に行われていた 74 15 -.03 00 
あなたの職場肉で、はコミュニケー ションが良く取れていた 58 .07 18 00 




























ICC(1) ICC(2) Likelihood Ratio 
意識調査＃1
I（職務遂行） .185 .647 57.982 ** 
I（目標達成） .110 .498 19.027 ** 
I（積極性） .089 .438 16.203 ** 
IV（改善活動）
意識調査＃2
I（職務遂行） .187 .658 57.844 ** 
I（目標達成） .152 .604 39.255 ** 
I（積極性） .060 .350 7.777 * 
IV（改善活動） .081 .429 17.490 ** 
意識調査＃3
I（職務遂行） .116 536 37.255 ** 
I（目標達成） .046 300 10.240 ** 
I（積極性） .032 .226 3.659 
IV（改善活動） .057 346 7.489 * 
意識調査＃4
I（職務遂行） .146 602 54.172 ** 
I（目標達成） .059 .356 11.783 ** 
I（積極性） .030 .217 4.164 * 
IV（改善活動） .015 .117 1.088 
＊ 
pく.05,* pく.01,** pく.001
37 .05 24 08 
-.30 .00 -.05 -.13 
01 .86 04 -.01 
07 .81 -.03 02 
1 .69 01 02 
26 .40 05 02 
34 .35 09 04 
-.02 .03 93 -.01 
08 -.1 81 07 
01 .15 48 03 
23 .23 42 -.08 
03 -.01 24 14 
。 02 -.03 91 
13 .00 03 77 
00 -.02 03 61 
-.04 .04 08 60 
07 .16 18 18 
66 
57 50 
47 .42 42 

















































nニ81,GFI = .97, AGFI二 .89,RMSEA二 .03,









n = 80, GFI = .97, AGFI = .88, RMSEA = .05, 










n = 81, GFI = .93, AGFI = .73, RMSEA= .16, 









n=83,GFIニ.98,AGFI = .91, RMSEA = .04, 
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Factors of short-term change in workplace climate 
Ryuji TAKAHARA (Faculty of Business Administrαtion, Osaka UniversiかofEconomics，・
Graduate School of Humαn Sciences, Osαkα Uniνersity; 
Internαtional Economy and Work Research Institute) 
Yusuke MIYAMOTO (Center for the Stuめyof Communication-Design, Osαka University) 
Naoki KUGIHARA (Graduαte School of Human Sciences, OsakiαUniversity) 
Action research in an industrial organization is often conducted at intervals of a year or more, and 
used for medium”to long-term measurement and intervention. However, changes in the workplace cli-
mate may occur in the short-term. This study investigates short-term change factors in the workplace 
using the data of the action research project, which conducted four attitude surveys at intervals of about 
three months in the administrative divisions branch in a labor union of a manufacturing company. Factor 
analysis of workplace climate showed four factors：“job performance”，“achievementぺ“activenessぺand
“improvement activities”. Analysis of the entire branch showed a significant change of “activeness”over 
seven months. Examination of the aggregate data by team revealed that some events in the workplace 
were related to changes in workplace climate. However, there were few events constantly related to one 
specific climate at al times of the surveys. The results indicate that a short-term change of workplace 
could occur in about half a year. However change factors may be inconsistent because of work schedules 
or situations of organization. 
Keywords: workplace climate, attitude survey consultation, action research, organization development. 
